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Chapter  1 
UPEEODUCTION 

Problem  Statement 

Considerable  behavioral  research  has  been  conducted 
on  the  effects  that  Job  enrichment  and  goal  setting  have  on 
task  oriented  organizations.  Research  studies  have  indi- 
cated a strong  relationship  between  Job  enrichment  and  Job 
satisfaction  and  between  goal  setting  and  productivity  or 
performance  (Latham  & Tukl,  1975).  There  was  limited  but 
convincing  evidence  that  an  integrated  Job  design  approach 
(i.e.,  combining  Job  enrichment  and  goal  setting)  may 
improve  both  satisfaction  and  productivity.  Further,  it 
has  been  found  that  goal  setting  did  not  cause  any  major 
adverse  interactive  effects  when  used  in  conjunction  with 
Job  enrichment  (Umstot,  Bell,  & Mitchell,  1976). 

The  need  exists  to  further  explore  the  relationship 
between  goal  setting  and  perceived  Job  enrichment. 

Justification 

A number  of  successful  Job  enrichment  and  goal  set- 
ting programs  have  been  implemented  in  the  Air  Force  and 
other  federal  organizations.  Probably  the  most  noteworthy 
Job  enrichment  program  was  the  project  which  began  in  1974 
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at  the  Ogden,  Air  Logistics  Center,  Hill  APB,  UT  (Herzberg 
& Rafalko,  1975).  One  of  the  longstanding  goal  setting 
projects  in  the  Air  Porce  was  the  Management  by  Objectives/ 
Results  program  of  the  Contract  Management  Division,  Air 
Porce  Systems  Command  (Blinkard,  1975). 

The  success  of  these  and  other  projects  manifests 
the  utility  of  goal  setting  and  Job  enrichment  programs  in 
Air  Porce  management.  The  purpose  of  this  research  study 
was  to  contribute  to  the  understanding  of  the  interactions 
between  goal  setting  and  Job  enrichment  with  the  long  range 
objective  of  improving  the  effectiveness  of  management  tech- 
niques in  the  Air  Porce. 


Definition  of  Terms 

Job  Design — the  deliberate  purposeful  planning  of 
a Job,  including  any  or  all  of  its  structural  or  social 
aspects.  The  two  major  identifiable  approaches  are  Job 
enrichment  (defined  below)  and  Job  engineering,  which 
attempts  to  make  Jobs  more  efficient  % improving  work 
methods,  tools,  and  task-goal  structure  through  such 
activities  as  time  and  motion  studies  and  goal  setting 
(TJmstot  et  al. , 1976). 

Job  Birichment — an  activity  or  process  of  making 
Jobs  inherently  more  interesting  and  satisfying  by  adding 
such  Job  characteristics  as  skill  variety,  task  identity, 
task  significance,  autonomy,  and  feedback  (Hackman  & Oldham, 
1976). 

Skill  Variety — the  degree  to  which  a Job  requires 
a worker  to  perform  activities  that  challenge  his  skills 
and  abilities.  When  several  skills  are  involved,  the  Job 
has  the  potential  of  appealing  to  the  whole  person  and  of 
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avoiding  the  monotony  of  performing  a repetitive  tank  no 
matter  how  much  skill  that  task  requires  (Hackman,  Oldham, 
Janson,  & Pordy,  1975). 

Task  Identity — the  degree  to  which  a Jot  requires 
completion  of  a whole  and  identifiable  entity  of  work 
(i.e.,  doing  the  Job  from  beginning  to  end  with  a tangible 
outcome)  (Hackman  et  al.,  1975). 

Task  Significance— the  degree  to  which  a Job  has  a 
substantial  perceivable  impact  on  the  lives  of  other 
people  whether  in  the  immediate  organization  or  the  world 
at  large  (Hackman  et  al.,  1975)* 

Autonomy — the  degree  to  which  a Job  gives  the 
worker  freedom,  independence . and  discretion  in  scheduling 
and  planning  work  and  determining  how  it  will  be  accom- 
plished (Hackman  et  al.,  1975). 

Feedback — information  (verbal  or  otherwise)  provided 
to  a worker  about  the  results  and  effectiveness  of  his 
efforts  (Hackman  et  al.,  1975). 

Goal  Setting — the  process  of  developing  and  forma- 
lizing the  targets  or  objectives  that  a worker  is  respon- 
sible for  accomplishing.  The  goals  may  be  either  unila- 
terally assigned  or  the  employee  may  negotiate  and  influence 
his  goals  via  participative  goal  setting  (Urnstot  et  al. , 
1976). 


Scope 

This  research  study  examined  the  effects  that  a 
goal  setting  training  program  had  on  perceived  Job  enrich- 
ment of  the  Vehicle  Maintenance  Branch  of  an  Air  Force 
Transportation  Squadron.  The  goal  setting  program  was 
introduced  to  an  existing  organization  which  had  also 
experienced  a Job  enrichment  intervention.  The  Traffic 
Management  Office  of  the  same  squadron  nerved  as  the 
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control  group  and  did  not  receive  the  participative  goal 
setting  program. 

Delimit at ions 

This  study  did  not  investigate  either  the  relation- 
ship between  goal  setting  and  productivity  or  the  relation- 
ship between  job  enrichment  and  worker  satisfaction.  No 
attempt  was  made  to  compare  the  effects  of  participative 
goals  versus  assigned  goals. 

Ob.leotivos 

1.  To  examine  the  effects  that  participative  goal 
setting  has  on  perceived  job  enrichment. 

2.  To  identify,  evaluate,  and  explain  relation- 
ships between  goal  setting  and  the  five  characteristics  of 
job  enrichment. 

ttrootheses 

The  implementation  of  a participative  goal  setting 
program  will  result  in: 

1.  Improved  perceived  job  enrichment  as  measured 
by  Motivating  Potential  Score, 

2.  No  change  in  Skill  Variety, 

3.  Improved  Task  Identity, 

4.  Improved  Task  Significance, 

5.  Improved  Autonomy, 

6.  Improved  feedback  (from  the  job). 
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Chapter  2 


1 

LITHUTUBE  HEVUfcT 

In  the  past  decade,  management  has  shown  increasing 
interest  in  factors  as  part  of  the  production  process 

of  goods  and  services  (Mills,  1975) • widely  accepted 
objective  of  most  modem  task-oriented  organizations  is  to 
contribute  to  employee  job  satisfaction  (Hackman  & Oldham, 

1976).  One  of  the  prominent  theories  of  job  satisfaction 
stated  that  jobs  have  five  key  characteristics  which  deter- 
mine employee  satisfaction.  These  characteristics  or  job 
dimensions  are  skill  variety,  task  identity,  task  signifi- 
cance, autonomy,  and  feedback.  Researchers  found  that  if 
these  characteristics  were  enriched,  the  employee  was 
satisfied  with  his  job  (Hackman  & Oldham,  1976).  In  other 
theories  and  experiments  involving  job  design,  it  was  found 
that  goal  setting  often  resulted  in  perceived  job  enrich- 
ment, thereby  increasing  job  satisfaction  (TJmstot  et  al. , 

1977a). 

. 

This  literature  review  will  provide  a background  of 
job  satisfaction,  job  enriohment,  and  goal  setting  by 
reviewing  the  works  of  Herzberg,  Hackman  and  Oldham,  Locke, 
and  Umstot. 


J 
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Mo t lvat o r-ByKl ane  Model 

One  of  the  pioneers  of  job  enrichment  was  Frederick 
Herzherg  who  huilt  upon  Maslow's  hierarchy  of  needs  to 
construct  his  motivator-hygiene  theory.  In  his  numerous 
writings  about  motivation,  Herzherg  developed  and  expanded 
his  two-factor  theory  of  motivation  and  satisfaction  which 
formed  the  basis  of  orthodox  job  enrichment  (OJE).  Accor- 
ding to  Herzherg  (1968),  the  factors  which  cause  job 
satisfaction  were  distinct  from  those  factors  which  cause 
job  dissatisfaction. 

The  determinants  of  employee  satisfaction,  which 
Herzherg  called  motivators,  are  achievement,  recognition 
for  achievement,  the  work  itself,  responsibility,  and 
growth  or  advancement.  The  determinants  of  employee  dis- 
satisfaction, called  hygiene  factors,  are  those  factors 
extrinsic  to  the  job  and  Include  i company  policy  and 
administration,  supervision,  interpersonal  relationship, 
working  conditions,  salary,  status,  and  security.  Manage- 
ment can  eliminate  job  dissatisfaction,  but  job  satisfac- 
tion can  only  eome  from  the  factors  intrinsic  to  the  job — 
the  motivator  factors  (Herzherg,  1968). 

Both  civilian  and  military  management  have  accepted 
Herzherg' s concepts  as  evidenced  in  many  ongoing  organiza- 
tions. In  1970 » United  Airlines  undertook  a job  enrich- 
ment project  based  upon  the  principles  of  Herzherg' s 
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theory.  The  objective  was  to  increase  Job  satisfaction  and 
productivity  throughout  the  organisation.  The  Job  enrich- 
ment program  succeeded  in  increasing  Job  satisfaction  and 
marginally  increasing  productivity  (Kemp  & Prather,  1977). 

In  1974,  Hersberg  initiated  his  program  of  OJE  at 
the  Ogden  Kir  Logistics  Oenter  at  Hill  APB,  UT. 

The  objective  was  to  inaugurate  projects  that 
would  impact  on  areas  of  fragmented  Jobs  and  heavy 
workload  requirements  typified  by  low  Job  satis- 
faction and  low  productivity.  Different  functional 
areas  also  were  included  in  order  to  observe  the 
applicability  of  OJE  in  a diverse  range  of  activi- 
ties (Hersberg  & Bafalko,  1975,  P«  39;. 

Hersberg  (1975)  enriched  Jobs  using  such  motivators  as 

direct  feedback,  personal  accountability,  recognition, 

customer  relationship,  and  responsibility. 

The  program  at  Ogden  resulted  in  substantial 
monetary  savings  and  increased  Job  satisfaction.  In  inter- 
views with  participants  in  the  program,  Hersberg  learned 
that  supervisors  felt  that  the  enrichment  program  gave 
them  a greater  understanding  of  their  subordinates'  needs 
(Herzberg  & Zautra,  1976). 

Although  many  organizations  have  used  Hersberg*  s 
theory  with  success,  researchers  have  had  difficulty 
trying  to  apply  empirical  measurements  to  the  motivators. 
Porter,  Lawler,  and  Hackman  (1975)  contended  that  Hersberg' s 
failure  to  specify  how  motivators  can  be  measured  made  a 
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teat  of  his  theory  difficult  to  perform  in  an  organization. 
Although  Millar  (1976)  revealed  that  Herzberg'a  concept  met 
both  acceptance  and  rejection,  the  motivator-hygiene  model 
laid  the  foundation  for  other  Job  enrichment  theories. 

Hackman-Oldham  Model 

The  Hackman-Oldham  approach  toward  Job  enrichment 
built  on  and  complemented  the  previous  work  by  Herzberg, 
and  provided  the  tools  for  diagnosing  existing  Jobs.  The 
Hackman-Oldham  model  asserted  that  three  psychological 
states  are  critical  in  determining  a person's  motivation 
and  satisfaction  on  the  Job  (Hackman  et  al. , 1975).  The 
three  states  of  experienced  meaningfulness,  experienced 
responsibility,  and  knowledge  of  results  compose  a person's 
internal  motivation. 

...  being  turned  on  by  one's  work  because 
of  the  positive  internal  feeling  that  we  generate 
by  doing  well,  rather  than  being  dependent  on 
external  factors  (such  as  incentive  or  compliments 
from  the  boss)  for  the  motivation  to  work  effec- 
tively (Hackman  et  al.,  1975,  p.  2). 

The  three  psychological  states  consist  of  five 
measurable  characteristics  of  a Job  called  core  Job  dimen- 
sions. Three  of  the  five  characteristics  contribute  to  a 
Job's  meaningfulness — skill  variety,  task  identity,  and 
task  significance.  A fourth  core  dimension,  autonomy, 
allows  a worker  to  experience  increased  responsibility  in 
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his  job.  Feedback,  the  fifth  core  dimension,  is  the  degree 
to  which  a worker  gets  in -format  ion  from  the  job  about  the 
effectiveness  of  his  efforts  (Hackman  et  al. , 1975). 

The  following  equation  generates  the  Motivating 
Potential  Score  (MPS),  an  indicator  of  the  degree  to  which 
the  characteristics  of  the  job  will  promote  high  internal 
work  motivation. 


MPS 


x Autonomy  x Feedback 


A low  MPS  reflects  those  jobs  that  are  good  candidates  for 
job  enrichment.  A high  MPS  is  associated  with  those  jobs 
which  are  considered  to  be  already  enriched  (Hackman  & 

Oldham,  1976). 

The  Hackman-Oldham  model  also  introduced  the  concept 
of  growth  need  strength  (G5TS)  and  social  need  strength  (SNS). 
GHTS  is  the  link  between  the  job  characteristics  and  the  work 
outcome.  It  is  a measure  of 

. . . individuals'  need  for  personal  accom- 
plishment, for  learning  and  developing  themselves 
beyond  where  they  are  now  (Hackman  & Oldham,  1976, 
p.  254). 

Individuals  with  high  GNS  will  react  enthusiastically  to 
jobs  with  a high  MPS,  and  will  be  more  satisfied  and  pro- 
ductive than  those  with  low  GENS.  An  important  advancement 
over  previous  job  enrichment  theories  is  this  consideration 

9 


of  individual  attitudes  and  need  strength  in  determining 
the  applicability  of  Job  enrichment  to  a proposed  target 
job  (Kemp  & Prather,  19 77). 


SNS  is  the  measure  of  an  individual's  desire  for 
meaningful  relationships  in  the  task  organization  setting. 
It  is  very  similar  to  Steers  and  Braunstein's  need  for 
affiliation  and  Shultz's  need  for  affection  (Horstman  & 
Kotzun,  1977)* 

Considerable  empirical  support  for  the  Hackman- 
Oldham  model  has  been  provided  by  the  results  of  the  Job 
Diagnostic  Survey  (JDS).  The  JDS  was  developed  by  Hackman 
and  Oldham  in  1974-  to  measure  the  five  job  dimensions,  MPS, 
(2IS,  and  other  job  related  characteristics.  The  JDS  was 
administered  to  1000  employees  working  at  100  diverse  jobs 
in  more  than  a dozen  organizations.  The  results  supported 
the  fact  that  people  who  work  in  jobs  with  high  MPS  perform 
better  and  are  more  satisfied  than  are  people  who  work  in 
jobs  with  low  MPS.  The  results  also  supported  the  GHS 
concept  in  that  individuals  with  high  GUTS  showed  greater 
levels  of  internal  work  motivation  for  jobs  with  high  MPS 
than  did  individuals  with  low  (UTS  (Hackman  et  al.,  1975). 

Hackman  and  Oldham  also  conducted  a job  enrichment 
project  at  Travelers  Insurance  Companies  to  test  their 
theory  in  an  ongoing  organization.  The  work  group  chosen 

10 


was  a keypunching  operation.  Since  the  JDS  indicated  that 
the  MP8  of  the  Job  was  extremely  low,  it  was  decided  to 
attempt  to  improve  the  satisfaction  and  productivity  of 
the  work  group  through  Job  enrichment.  At  the  end  of  the 
project,  the  group's  overall  satisfaction  score  rose  16.5 
percent  and  productivity  increased  59.6  percent.  Actual 
savings  during  the  first  year  amounted  to  $64,305  (Hackman 
et  al.,  1975). 

...  by  almost  any  measure  used — from  the 
work  attitudes  of  individual  employees  to  dollar 
savings  for  the  company  as  a whole — the  Travelers 
test  of  the  Job  enrichment  strategy  uroved  a 
success  (Hackman  et  al.,  1975,  p.  1 3). 

The  Hackman-Oldham  model  provided  a new  under- 
standing of  Job  enrichment  and  how  it  can  increase  Job 
satisfaction.  Along  with  the  increase  in  Job  satisfaction, 
a relationship  was  observed  between  Job  characteristics  and 
goal  setting.  The  basis  for  goal  setting  used  in  this 
research  study  was  derived  from  the  concepts  of  Edwin  Locke. 

Locke's  Goal  Setting  Theory 

The  basic  premise  of  Locke's  goal  setting  theory 
is  that  an  individual's  conscious  intentions  regulate  his 
actions  or  task  performance.  Locke's  theory  is  divided 
into  three  main  assertions.  First , specific  goals  result 
in  greater  output  than  general  goals.  Second,  difficult 
goals  result  in  greater  output  than  easy  goals.  Third, 
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goals  serve  to  Motivate  performance,  only  if  they  are 
accepted  (Locke,  1968). 

Both  laboratory  and  field  studies  have  given  con- 
siderable support  to  Locke's  theory.  Latham  and  Baldes 
0975)  as  well  as  Latham  and  Klnne  (1974- ) found  that 
specific  goals  lead  to  higher  productivity.  Research  by 
Latham  and  Yukl  (1975)  and  by  Steers  and  Porter  (1974- ) 
indicated  that  performance  is  typically  higher  with  dif- 
ficult goals  than  with  easy  goals,  as  long  as  the  difficult 
goals  are  accepted  by  the  individual. 

Ivancevich  conducted  many  field  experiments 
involving  control  groups  in  dealing  with  the  problem  of 
specific  goal  setting.  He  produced  convincing  evidence 
that  specific  goals  can  lead  to  improved  performance 
(Ivancevich,  1974-  )* 

The  empirical  evidence  supports  the  theory  that 
goal  setting  increases  productivity.  Earlier  in  the  liter- 
ature review  it  was  found  that  research  also  supported  the 
theoiy  that  Job  enrichment  increased  Job  satisfaction. 
Umstot  proceeded  one  step  further  in  integrating  both 
theories  into  his  model  of  Job  design. 

Umstot' s Integrated  Model 

Umstot' s integrated  model  is  based  upon  the 
Hackman-Oldham  model  of  Job  enrichment  and  Locke's  model 
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of  goal  setting.  Umstot  (1977b)  hypothesized  that  combining 
job  enrichment  and  goal  setting  would  improve  both  satisfac- 


tion and  productivity.  He  also  hypothesized  that  specific, 
moderately  difficult  goals,  if  accepted,  would  result  in 
improvement  in  the  job  characteristics  of  task  identity, 
task  significance,  autonomy,  and  feedback,  but  no  improve- 
ment in  skill  variety. 

To  test  and  validate  his  integrated  model,  Umstot 
established  a company  called  Cascade  Management  Service. 

The  experiment  used  two  designs  and  consisted  of  two  phases. 
Phase  one  consisted  of  jobs  being  either  enriched  or 
unenriched  and  assigned  either  specific  or  nonspecific  task 
goals.  In  Phase  two  the  jobs  were  changed  by  adding  either 
job  enrichment  or  specific  task  goals  to  jobs  that  had  not 
contained  these  characteristics  during  Phase  one  (Umstot, 
1977b). 

The  results  of  the  experiments  supported  the  con- 
tention that  an  enriched  job  does  result  in  a significantly 
higher  level  of  work  satisfaction  than  an  unenriched  job 
and  that  specific  and  challenging  goals,  if  accepted  by 
the  worker,  significantly  increase  the  level  of  produc- 
tivity. There  was  also  a significant  increase  in  perceived 
job  enrichment  when  goals  were  added  to  an  otherwise 
unenriched  job.  There  was  no  significant  change  in 
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perceived  Job  enrichment  when  goals  were  added  to  an  already 
enriched  Job  (Umstot  et  al.,  1977b). 

Figure  1 depicts  the  findings  presented  in  this 
literature  review.  The  heavy  horizontal  arrows  indicate 
the  strong  relationship  found  between  Job  enrichment  and 
Job  satisfaction  and  between  goal  setting  and  productivity. 
The  narrower  diagonal  arrows  represent  a weaker  but  percep- 
tible relationship  between  Job  enrichment  and  productivity 
and  between  goal  setting  and  Job  satisfaction.  The  effects 
of  both  Job  enrichment  and  goal  setting  are  tempered  by 
individual  moderators  (i.e.,  GNS,  goal  acceptance,  etc.) 
and  organizational  moderators  (i.e.,  climate,  structure, 
etc.).  The  arrows  which  bracket  the  diagram  on  the  left 
and  right  are  indicative  of  the  interactive  effects  of 
goal  setting  and  Job  enrichment  as  described  in  the  next 
section. 

Interaction  Between  Goal  Setting  and  Job  Enrichment 

Skill  variety.  The  literature  reviewed  did  not  reveal  any 
empirical  results  of  a relationship  between  task  goals  and 
skill  variety.  Uiastot  (1977a)  believed  that  task  ^oals 
would  have  very  little  impact  on  this  dimension  unless 
the  Job  was  very  bleak  „ 
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Goal  setting  might  add  skill  variety  to  dull, 
repetitive  Jobs  by  providing  additional  sources 
of  mental  activation  and  stimulation  (Umstot  et 

al.,  1977a,  p.  7). 

Task  identity.  Goal  setting  tends  to  make  the  worker  focus 
on  objectives  and  accomplishments  rather  than  on  activities. 
This  may  create  a sense  of  wholeness  in  the  Job  which  may 
have  been  previously  lacking.  In  an  experiment , Umstot , 
Bell,  and  Mitchell  (1977b)  found  that  goal  setting  does  have 
a significant  effect  on  task  identity  in  an  unenriched  Job. 
However,  when  goals  were  added  to  an  already  enriched  Job, 
no  change  in  task  identity  was  noted. 

Task  significance.  Goals  may  enhance  an  employee's  per- 
ception of  meaningfulness  in  his  Job  by  making  the  employee 
aware  of  his  contribution  to  the  organization. 

By  seeing  the  'big  picture'  employees  may 
better  understand  the  significance  of  their  Job 
and  may  thus  have  an  enhanced  sense  of  worth- 
while contribution  to  the  organization  (Umstot 
et  al.,  1977a,  p.  8). 

According  to  the  Hackman-Oldham  Job  characteristic 
theory,  if  an  employee  has  a sense  of  meaningfulness  in  his 
Job  he  will  perceive  his  Job  as  enriched  and  his  Job  satis- 
faction may  increase  (Hackman  et  al.,  1975). 

Autonomy.  A goal  setting  program  permits  an  employee  to 


be  responsible  for  the  outcome  of  his  work.  Umstot  found 
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that  employees  with  assigned  goals  in  newly  created  jobs 
had  significantly  higher  autonomy  scores  than  did  employees 
who  had  neither  goals  nor  an  enriched  Job.  When  existing 
Jobs  were  changed  to  add  goals  (with  participation),  there 
was  no  significant  change  in  autonomy  (Umstot  et  al.,  1977a). 
This  result  leads  us  to  believe  that  only  participative 
goal  setting  results  in  a higher  sense  of  autonomy. 

Schuler  and  Kim  (1976)  surveyed  a public  utility 
where  participation  and  goal  setting  were  present.  They 
found  that  an  increase  in  autonomy  occurred  and  employees 
were  more  satisfied  with  their  work  when  employee  partici- 
pation took  place. 

Feedback  from  the  Job.  "Feedback  is  most  powerful  when  it 
comes  directly  from  the  work  itself"  (Hackman  et  al. , 

1975).  Feedback  provides  vital  information  to  energize  the 
goal  setting  process  and  it  reinforces  progress  toward 
meeting  a goal.  Without  this  reinforcement  from  feedback 
it  seems  unlikely  that  people  would  pursue  goals  as  a 
desirable  outcome  (Umstot  et  al. , 1977a). 

Kim  and  Hamner  (1976)  tested  the  effects  of  feed- 
back in  a goal  setting  program  and  concluded  that  self- 
generated  knowledge  of  results  from  the  Job  enhanced  the 
performance  of  the  Job. 


r 


Siamary 


Sipirical  research  has  shown,  that  the  management 
technique  of  Job  enrichment  can  result  in  improved  Job 
satisfaction,  and  that  the  technique  of  goal  setting  can 
result  in  increased  productivity.  A.  few  studies  have 
indicated  that  application  of  these  techniques  in  an 
integrated  fashion  may  improve  both  satisfaction  and  pro- 
ductivity. This  thesis  sheds  additional  light  on  the 
integrated  approach  to  job  design  by  examining  the  effects 
of  goal  setting  on  perceived  Job  enrichment  and  Job  charac- 
teristics. 
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Chapter  3 


METHODOLOGY 

Overview 

The  purpose  of  this  research  was  to  further  explore 
the  relationships  between  goal  setting  and  perceived  Job 
enrichment.  To  accomplish  this  goal,  a vehicle  maintenance 
branch  was  selected  to  serve  as  the  experimental  group.  A 
goal  setting  program  was  administered  to  this  group  and  the 
effect  of  the  program  on  the  participants'  perceived  Job 
enrichment  was  measured  using  the  Job  Attitude  Survey.  A 
transportation  management  office  branch  (TMO)  served  as  the 
control  group,  that  is,  they  were  not  exposed  to  the  goal 
setting  program. 

The  experiment  was  conducted  in  three  separate 
phases:  (1)  presurvey,  (2)  goal  setting  implementation, 
and  (3)  post  survey.  In  the  first  phase,  approximately  two 
weeks  prior  to  the  goal  setting,  a survey  questionnaire  was 
administered  to  the  vehicle  maintenance  branch  and  TMO. 
Scores  of  the  five  Job  characteristics  and  GHS  were  computed 
from  the  survey  data.  The  initial  MPS  for  each  person  was 
computed  to  indicate  the  amount  of  perceived  enrichment 
already  present  in  his/her  Job.  In  the  second  phase,  a 
goal  setting  program  was  administered  by  the  management 
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faculty  of  the  Air  Force  Institute  of  Technology  (AJTT) 
School  of  Systems  and  Logistics,  Wrigjht-Patterson  AFB,  OH 
to  nine  individuals  of  the  vehicle  maintenance  branch. 

This  program  consisted  of  a six  hour  training  session  which 
stressed  the  importance  of  goal  definition,  goal  priority, 
and  the  establishment  of  specific  goals.  In  the  third 
phase,  approximately  six  months  after  the  goal  setting 
implementation,  the  identical  survey  questionnaire  was 
administered  to  the  same  individuals  who  completed  the 
p re  survey.  The  results  of  these  two  surveys  were  analyzed 
to  determine  what  effect  goal  setting  had  on  MPS  and  the 
five  Job  characteristics. 

Population  and  Sample 

The  population  of  this  research  report  was  an  Air 
Force  transportation  squadron.  The  selection  of  the 
squadron  for  experimentation  was  made  by  the  faculty 
members  of  the  AFIT  School  of  Systems  and  Logistics.  A 
squadron  was  selected  which  had  not  already  implemented  a 
goal  setting  program. 

The  sample  was  comprised  of  20  individuals  from  the 
vehicle  maintenance  branch  and  23  individuals  from  TMO  as 
shown  in  Table  1.  Hine  of  the  vehicle  maintenance  personnel 
were  non-randomly  selected  by  the  transportation  squadron 
to  actively  participate  in  the  goal  setting  program.  These 
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Table  1 
Sample  Groups 


# Individuals 

Treatment 

VM  (directly  participated  in 
goal  setting) 

o 

✓ 

■yw  (indirectly  participated  in 
goal  setting) 

11 

20 

Control 

TMO  (no  goal  setting  program) 

2 1 

Total 

45 
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participants  wore  also  involved  in  a Job  enrichment  inter- 
vention six  months  prior  to  the  goal  setting  program.  The 
remaining  11  individuals  of  vehicle  maintenance  were  blue- 
collar  workers  who  worked  for  the  nine  supervisors  who 
received  the  goal  setting  program.  Twenty-three  individuals 
of  TMO,  who  did  not  receive  the  goal  setting  program 
directly  or  indirectly,  constituted  the  control  group.  The 
researchers  had  no  control  in  the  selection  process  for  the 
sample. 

Variables 

Independent  variable.  The  independent  variable  in  this 
research  was  the  goal  setting  program.  Designated  indi- 
viduals from  the  vehicle  maintenance  branch  participated  in 
the  goal  setting  program.  After  the  implementation  of  the 
goal  setting  program,  the  relationship  of  the  independent 
variable  to  the  dependent  variable,  Job  enrichment,  was 
analyzed. 

Dependent  variable.  The  dependent  variables  were  perceived 
Job  enrichment  (as  measured  by  MP8)  and  the  five  Job 
characteristics  (skill  variety,  task  identity,  task  signif- 
icance, autonosy,  and  feedback).  Scored  responses  were 
recorded  from  the  presurvey  and  post  survey.  The  differences 
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in  presurvey  and  post  survey  scores  were  analyzed  to  deter- 
mine if  the  dependent  variables  changed  as  significantly  as 
a result  of  implementing  a goal  setting  program. 

Moderator  variables.  The  independent  moderator  variable 
was  GNS.  This  variable  was  measured  on  both  the  presurvey 
and  post  survey,  although  it  was  assumed  there  would  be  no 
significant  difference  between  surveys  since  the  variable 
is  an  indicator  of  inherent  personality  qualities  which  dc 
not  change  appreciably  over  short  time  spans  (Hackman  & 
Oldham,  1976).  The  moderator  variable  wan  analyzed  along 
with  goal  setting  to  determine  if  differences  in  GHS  between 
subjects  significantly  affected  the  impact  of  goal  setting 
on  Job  enrichment. 

Measurement  of  the  Variables 

The  Job  Attitude  Survey  questionnaire  designed  by 
Umstot  and  Rosenbach  was  the  instrument  used  to  create 
gather  data  (Appendix  A).  The  questionnaire  is  divided 
into  nine  sections,  but  the  following  areas  were  of  utmost 
concern,  for  this  research:  demographic  data,  JDS,  goal 
setting  measurement,  and  individual  need  strength  measure- 
ment. 

Demographic  data.  The  demographic  data  section  includes 
questions  on  age,  highest  educational  level  attained, 
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civilian  grade  or  military  rank,  and  years  in  present  Job. 
This  section  also  included  a control  number  to  identify 
the  participants  so  that  reliable  comparison  between  pre- 
survey  and  post  survey  could  be  achieved. 

Job  diagnostic  survey.  The  JDS,  developed  by  Hackman  and 
Oldham,  measures  the  level  of  enrichment  in  a Job  as  per- 
ceived by  the  worker  (Hackman.  & Oldham,  1974).  The  survey 
measures  each  of  the  five  Job  characteristics  on  a Likert 
scale  of  one  to  seven.  There  are  three  questions  pertaining 
to  each  Job  characteristic  on  the  survey.  The  average 
score  of  the  three  questions  is  the  individual's  score  for 
that  Job  characteristic.  The  level  of  enrichment  in  a Job 
is  determined  by  the  five  Job  characteristics  and  may  be 
quantified  by  calculating  the  KPS.  The  KPS  can  range  from 
1 to  343  with  an  "average"  score  being  124  (Hackman  & 

Oldham,  1974).  An  enriched  Job  would  be  expected  to  produce 
a high  MP8,  while  an  unenriched  Job  would  be  expected  to 
produce  a low  KPS  (Kemp  & Prather,  1977).  A high  level  of 
any  Job  characteristic  acts  to  raise  the  KPS — it  raises 
the  level  of  enrichment.  A low  level  of  any  Job  charac- 
teristic acts  to  lower  the  KPS — it  decreases  the  level  of 
Job  enrichment  (Hackman  & Oldham,  1976). 

The  JDS  has  received  wide  use  in  research,  and 


empirical  tests  have  shown  it  to  be  a valid  and  reliable 
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measure  of  enrichment  present  in  a Job  (Hackman  & Oldham, 

1975). 


Goal  setting  measurement . The  goal  setting  questions  of 
the  survey  measured  the  individual's  ability  to  relate  to 
the  goal  setting  program.  The  questions  measured  the 
clarity,  difficulty,  and  acceptance  of  the  goals  by  the 
participants.  The  scores  were  measured  on  a Likert  scale 
of  one  (very  inaccurate)  to  seven  (very  accurate).  The 
scores  obtained  in  this  thesis  experiment  were  instrumental 
in  interpreting  and  explaining  changes  in  the  MPS  and  the 
five  dimensions. 

The  goal  setting  questions  were  developed  by  Steers 
and  Porter  (1974).  Umstot  (1976)  modified  the  questions 
and  validated  them  through  factor  analysis. 

Individual  need  strength  measurement.  The  questions  in 
this  section  of  the  survey  measure  an  individual's  GHB. 
Scores  of  these  questions  can  range  from  one  (low  indi- 
vidual needs)  to  seven  (high  individual  needs).  Composite 
(IB'S  scores  for  each  individual  were  computed  by  averaging 
responses  to  applicable  questions.  While  the  resultant 
scores  were  at  the  interval  level,  each  composite  score 
was  reduced  to  a nominal  scale  (high/low)  for  purposes  of 
statistical  analysis. 
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The  need  strength  questions  were  developed  and 
tested  by  UmBtot  (1975),  Steers  and  Porter  (197^-),  and 
Hackman  et  al.  (1975)  and  have  proven  to  be  reliable  and 
valid. 

Methods  of  Data  Analysis 

The  data  collected  from  the  presurvey  and  post 
survey  were  analyzed  using  paired  t-test,  one  and  two-way 
analysis  of  variance  (AHOVA),  and  analysis  of  covariance. 

Paired  t-test.  The  paired  t-tests  were  used  to  analyze  the 
effect  of  goal  setting  on  Job  enrichment  and  on  the  five 
Job  characteristics.  This  test  was  appropriate  since  the 
survey  was  administered  to  the  same  individuals  before  and 
after  the  goal  setting  program  (Hie  et  al. , 1970). 

The  purpose  of  the  pairing  is  to  reduce 
extraneous  influences  on  the  variables  being 
measured,  that  is,  pairing  reduces  the  effect 
of  subject-to-subject  variability  (Hie  et  al. , 

1970). 

Separate  paired  t-tests  were  performed  with  the 
goal  setting  program  as  the  independent  variable  and  Job 
enrichment  (as  measured  by  MPS),  skill  variety,  task  iden- 
tity, task  significance,  autonomy,  and  feedback  as  the 
dependent  variables.  The  presurvey  and  post  survey  scores 
were  analyzed,  the  averages  of  the  differences  were  calcu- 
lated along  with  the  variance  of  the  differences , and  the 
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appropriate  test  statistics  were  computed.  The  hypothesis 
test  was: 

V U1  ~ u2  = ud  = 0 

Ha:  ud  jt  0 

The  null  hypothesis,  Hq,  states  that  the  differences  (u^) 
between  the  presurvey  scores  (u^ ) and  post  survey  (u2) 
scores  is  zero. 

Statistical  analysis  of  the  paired  t-test  was 
performed  using  the  Statistical  Package  for  the  Social 
Sciences  (SPSS)  subprogram  t-test.  A confidence  level  of 
.05  was  used  in  all  hypothesis  tests  utilizing  the  paired 
t-test.  This  confidence  level  has  been  both  generally 
accepted  and  widely  used  in  the  social  sciences  (Qaory, 
1976). 

Two-way  AFTOVA.  The  two-way  AITOVA  test  was  used  to  analyze 
the  moderator  effect  of  SETS  on  the  goal  setting- Job  enrich- 
ment relationship.  The  AITOVA  was  appropriate  since  it 
provided  the  statistics  necessary  for  significance  testing, 
the  net  effect  of  each  variable,  and  the  interactive  effect 
between  the  variables  (Hie  et  al.,  1970). 

Two-way  AITOVA  was  performed  to  analyze  the  effects 
of  the  implementation  of  goal  setting  and  GEUS  on  Job 
enrichment  (as  measured  by  KPS)  and  on  the  five  Job 
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characteristics.  Separate  tests  were  performed  for  the 
control  group  (TMO),  the  direct  goal  setting  group,  and 
the  indirect  goal  setting  group.  In  this  analysis,  GNS 
was  stratified  into  two  levels — high  and  low.  These 
levels  were  obtained  by  dividing  the  sample  in  half  using 
the  median  score  of  5*17.  Those  scores  on  or  above  the 
median  were  considered  high  while  those  scpres  below  the 
median  were  considered  low. 

A review  of  past  experiments  revealed  that  a 
three-way  split  of  GITS  is  the  most  beneficial  for  analysis 
(Horstman&Kotzun,  1977)*  Th«  observations  which  fell 
into  the  center  of  the  distribution  were  considered  too 
close  to  call  as  high  or  low  and  were  eliminated  from  the 
analysis.  Due  to  the  small  sample  sizes  in  this  study 
(9,  11),  the  two  way  high/low  stratification,  divided  by 
the  median  score  of  5.17 » was  employed  so  that  no  obser- 
vations were  lost.  This  procedure  has  been  used  in  many 
experiments  with  one  of  the  latest  accomplished  by  Abadie 
and  Laske  (1978). 

In  the  AITOVA,  the  total  variation  of  the  data 
was  analyzed  and  the  components  of  variation  were  iden- 
tified. The  P-ratio  (mean  square  of  the  explained 
variation)  was  utilized  to  test  the  statistical  significance 
of  the  interaction  between  goal  setting  and  GHB.  The 
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exact  significance  level  was  computed.  Any  test  with  an 
alpha  level  of  .05  or  less  was  considered  significant. 

Any  test  with  an  alpha  level  between  .05  and  .10  was 
considered  marginally  significant  and  above  .10  not  sig- 
nificant. All  the  statistical  analyses  of  the  two-way 
AUOVA  were  accomplished  with  the  sub-program  AffOVA  of  SPSS. 

The  AITOVA  test  reveals  if  (318  has  any  main  effect 
on  job  enrichment  and  on  the  five  job  characteristics.  Xt 
also  reveals  the  interactive  effect  of  GHB  and  goal  setting 
on  job  enrichment  and  on  the  five  job  characteristics. 

Other  tests.  Other  statistical  tests  employed  in  this  re- 
search were  one-way  AUOVA  which  compared  the  presurvey 
scores  among  the  groups  and  analysis  of  covariance. 

Analysis  of  covariance  is  a means  of  statistical 
control  to  remove  potential  sources  of  bias  in  an  experiment . 
Statistical  control  was  achieved  by  measuring  one  covariate 
(presurvey  score)  in  addition  to  the  variate  (post  survey 
score)  of  primary  interest.  Analysis  of  covariance  was 
used  to  help  reduce  the  experimental  errors.  In  this 
experiment , analysis  of  covariance  compared  the  post  survey 
scores  among  the  groups  to  detemine  if  any  differences 
existed  among  the  groups. 
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Limit  at  long 


The  results  of  this  research  cannot  he  generalized 
"beyond  the  sample  for  the  following  reasons: 

1.  The  sample  size  9 and  11  may  he  insufficient 
to  provide  for  significant  statistical  leverage. 

2.  The  sample  of  the  transportation  population 
used  in  this  research  is  not  necessarily  representative  of 
all  transportation  squadrons , or  other  squadrons  in  general. 


Chapter  4 


RESULTS 

This  chapter  discusses  the  findings  of  the  research 
study.  The  discussion  will  focus  on  the  three  groups 
involved  in  the  experiment — direct  goal  setting  group, 
indirect  goal  setting  group,  and  control  group.  The 
results  of  the  experiment  are  broken  out  according  to  the 
specific  statistical  tests  and  by  groups.  After  the 
results  have  been  presented,  this  chapter  concludes  with  a 
comparison  among  the  groups. 

VM — Direct  Goal  Setting  Group 

t-test  results.  Statistical  t-tests  were  performed  with 
matched  data  to  determine  the  effects  of  the  goal  setting 
program  on  perceived  Job  enrichment  and  the  five  Job 
characteristics.  As  shown  in  Table  2,  there  were  no  sig- 
nificant differences  between  the  presurvey  means  and  the 
post  survey  means  at  the  .05  significance  level.  This 
indicates  that  the  goal  setting  program  did  not  have  a 
significant  effect  on  the  supervisor's  perception  of  Job 
enrichment.  It  is  interesting  to  note  that  both  the  pre 
and  post  survey  MPS  were  relatively  high  (203.42  and  205.56, 
respectively).  These  high  scores  will  be  discussed  later. 
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In  addition  to  the  five  job  characteristics  and  MPS, 
t-tests  were  also  performed  on  the  goal  setting  character- 
istics—goa]  clarity,  goal  difficulty,  and  goal  acceptance. 
Ho  significant  differences  were  noted  between  the  presurvey 
and  post  survey  scores  (Table  2). 

Two-way  AITOVA  results.  The  two-way  AHOVA  reinforces  the 
results  of  the  t-test  showing  that  no  significant  changes 
in  MPS  or  the  job  characteristics  could  be  attributed  to 
the  goal  setting  program  although  autonomy  might  be  con- 
sidered marginally  significant  at  .068  significance  level. 

Table  3 depicts  treatment  effects  (goal  setting, 
no  goal  setting)  and  the  interaction  of  3TS  with  the  goal 
setting  treatment.  GENS  was  divided  into  high  and  low 
stratifications  using  the  presurvey  median  score  of  5.^7  as 
the  dividing  score.  In  all  of  the  tests,  there  were  no 
significant  differences  due  to  the  interaction  between 
OKS  and  the  goal  setting  treatment. 

Analysis  of  covariance  results.  Covariance  was  used  to 
determine  if  the  post  survey  scores  were  significantly 
different  between  the  high  and  low  GENS  individuals.  The 
presurvey  scores  served  an  the  covariates  to  adjust  the 
post  survey  scores  for  any  differences  in  the  presurvey 
scores.  The  presurvey  median  score  of  5. 17  separated  the 
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high,  and  low  (SIB  stratifications.  The  results  in  Table  4 
show  that  the  goal  setting  program  produced  no  sipiificant 
differences  between  the  high  (31 S individuals  and  the  low 
GNS  individuals  even  when  adjusted  for  the  presurvey 
scores.  Again,  autonomy  was  marginally  significant  at 
.068. 

VM — Indirect  Goal  Betting  Group 

t-test  results.  The  individuals  in  this  group  were  blue- 
collar  workers  as  contrasted  to  those  who  directly  partici- 
pated in  the  goal  setting  program  who  were  supervisors. 

The  results  in  Table  5 show  that  no  significant  differences 
existed  between  the  presurvey  end  post  survey  means. 

Two-way  ANOVA  results.  The  two-way  ANOV A produced  the 
same  nonsignificant  results  as  the  goal  setting  group.  No 
significant  interaction  was  found  between  the  goal  setting 
treatment  and  high/low  GNS  as  shown  in  Table  6. 

Analysis  of  covariance  results.  Covariance  indicated  that 
there  was  no  significant  difference  between  high  GNS 
individuals  and  low  (3IS  individuals  regarding  the  Job 
characteristics  and  Job  enrichment  (Table  7). 
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Table  7 

Analysis  of  Covariance/ 
Indirect  Goal  Setting  Group/ 
Independent  Variable  - GITS  n =«  11 


Dependent 

Variable 

Mean 

Square 

F 

Significance 

Skill  Variety 

.656 

.970 

.999 

Task  Identity 

.030 

.088 

.999 

Task  Significance 

.005 

.002 

.999 

Autonomy 

.473 

.343 

.999 

Feedback 

.308 

.269 

.999 

2827.184  1.584  .243 


MPS 


TMO-Control  Grom> 

The  members  of  TMO,  who  were  neither  directly  nor 
indirectly  involved  in  the  goal  setting  program,  functioned 
as  the  control  group.  The  t-test,  two-way  AHOYA,  and  ana- 
lysis of  covariance  substantiated  that  TMO  responded  like 
a control  group  in  that  no  significant  differences  were 
noted  in  the  Job  characteristics  or  MPS. 

Comparison  Among  Groups 

Table  8 shows  the  mean  scores  of  selected  variables 
which  were  derived  from  the  Job  Attitude  Survey.  Analysis 
of  variance  was  employed  to  determine  if  any  significant 
difference  existed  among  the  groups.  Significant  differ- 
ences in  MPS  and  feedback  from  the  Job  were  found  between 
the  goal  setting  group  and  the  control  group  in  the  pre- 
survey  scores.  Autonomy  was  found  to  be  marginally  sig- 
nificant. Table  9 depicts  the  results  of  the  analysis. 
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Chapter  5 


CONCLUSIONS 

The  purpose  of  this  chapter  is  to  present  the 
researchers'  conclusions  based  on  the  analyses  of  the 
preceeding  chapter.  First,  the  hypotheses  are  reviewed  in 
light  of  the  research  findings.  Next,  implications  to  the 
integrated  approach  to  Job  design  are  described  and, 
finally,  a discussion  of  the  validity  of  the  findings  is 
provided. 

Review  of  the  hypotheses 

Below  is  a restatement  of  the  hypotheses  and  an 
indication  of  support/nonsupport  from  the  findings  of  this 
research  study. 

The  implementation  of  a participative  goal  setting 


program  will  result  in: 

Hypothesis 

Suppo rt  /Nonsuppo rt 

1. 

improved  perceived  Job  enrich- 
ment as  measured  by  UPS 

Not  Supported 

2. 

no  change  in  skill  variety 

Supported 

3. 

improved  task  significance 

Not  Supported 

4. 

improved  task  identity 

Not  Supported 

5. 

improved  autonomy 

Not  Supported 

6. 

improved  feedback  (from  the 

Job) 

Not  Supported 

4-3 


Implications  to  the  Integrated  Approach  of  Job  Design 

The  findings  of  this  experiment  did  not  support  the 
theory  that  a goal  setting  program  will  result  in  an 
improvement  in  perceived  job  enrichment.  The  analyses 
performed  indicated  that  no  statistically  significant 
changes  occurred  in  MPS  or  any  of  the  job  characteristics 
subsequent  to  the  goal  setting  intervention.  The  results 
do  imply,  however,  that  participative  goal  setting  has  no 
adverse  effect  on  job  enrichment.  The  latter  implication 
supports  the  assertion  of  Umstot  that  goal  setting  will  not 
adversely  affect  job  enrichment  unless  the  goals  are  imposed 
on  the  participants  (Umstot  et  al.,  1977a). 

Discussion  of  the  bindings 

Three  major  factors  affected  the  outcome  of  the 
goal  setting  program  conducted  in  this  experiment:  first, 
a job  enrichment  intervention}  second,  the  nature  of  the 
goal  setting  program;  and  third,  repetitive  surveying. 

Job  enrichment  intervention.  The  factor  which  most  notably 
affected  the  outcome  of  the  program  was  a separate  and 
distinct  job  enrichment  intervention,  which  began  six 
months  before  the  goal  setting  implementation.  The  job 
enrichment  program  was  a detailed  job  redesign  experiment 
which  resulted  in  an  overall  significant  improvement  in  the 
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perceived  enrichment  of  the  workers  (Abadie  & Laske,  1978). 
The  most  significant  result  was  the  improvement  in  MPS, 
especially  of  the  supervisors.  Many  of  these  same  super- 
visors were  also  members  of  the  direct  goal  setting  group 
of  this  research  study.  The  statistical  mean  of  the  pre- 
survey  MPS  scores  for  the  direct  goal  setting  group  was 
203,  considerably  higher  than  the  mean  of  178  for  super- 
visors in  Hackman's  research  study  which  sampled  3039 
personnel  (Hackman  & Oldham,  1974).  Since  the  members  of 
the  goal  setting  group  already  perceived  their  jobs  as 
enriched,  the  goal  setting  program  could  do  little  to 
improve  their  perceived  job  enrichment  scores.  Consequently, 
the  effect  of  the  goal  setting  program  on  job  enrichment 
was  inconclusive. 

Nature  of  the  goal  setting  program.  The  goal  setting  pro- 
gram of  this  research  study  was  not  a comprehensive  inter- 
vention as,  for  example,  is  a Management  by  Objectives  (MBO) 
program.  The  program  did  not  address  the  goals  of  the 
overall  transportation  organization  or  how  the  goals  of 
each  echelon  fit  into  the  overall  goal  structure.  The  out- 
come of  the  program  was  the  establishment  of  several  one- 
time shop  goals  rather  than  individual  oriented  performance 
objectives.  Por  example,  three  of  the  goals  formulated 
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were:  (1)  obtain  hydraulic  10  ton  Jacks  for  the  main- 
tenance shop,  (2)  obtain  coveralls  for  the  mechanics,  and 
(3)  obtain  an  electronic,  computerized  wheel  balancer  for 
the  maintenance  shop.  Achievement  of  the  goals  would 
improve  shop  productivity,  but  it  would  not  add  to  the 
personal  meaningfulness  and  responsibility  of  an  individual ' s 
Job.  Furthermore,  by  not  focusing  on  day  to  day  individual 
task  performance,  the  established  goals  were  not  amenable 
to  future  assessment  and  redefinition.  Interviews  with  the 
program  participants  revealed  that  the  supervisors  believed 
that  achievement  of  the  established  goals  made  the  work 
easier,  but  did  little  to  contribute  to  the  psychological 
aspects  of  their  Jobs. 

In  short,  the  researchers  believe  that  the  program 
was  more  of  a problem-solving  exercise  than  a bonefide 
goal  setting  intervention.  Failure  of  this  type  of  goal 
setting  program  to  effect  perceived  Job  enrichment  appears 
to  be  a logical  outcome. 

Reret it ive  surveying.  Oook  and  Campbell  (1976)  noted  that 
surveying  may  adversely  affect  the  results  of  an  experiment 
when  the  same  survey  is  accomplished  a number  of  times. 

Some  of  the  participants  of  this  research  study  completed 
the  Job  Attitude  Survey  four  separate  times.  Although,  it 


is  assumed  that  all  the  participants  completed  the 
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Chapter  6 


REC0MMEKDATI05B  FOE  IWCHER  STOTT 

The  increasing  success  of  Jot  enrichment  and  goal 
setting  techniques  in  hoth  the  federal  and  civilian  sec- 
tors justifies  continuing  study  of  these  powerful  manage- 
ment tools.  The  effect  of  goal  setting  on  the  integrated 
Job  design  model  needs  to  he  further  explored  to  determine 
how  to  best  integrate  the  techniques  of  Job  enrichment  and 
goal  setting.  Future  research  should  be  -undertaken  utili- 
zing sample  groups  which  are  clearly  segregated  into  the 
categories  of;  goal  setting  only,  enrichment  only,  and 
integrated.  Each  group  must  be  completely  free  from  the 
contaminating  effects  of  the  others.  The  experimental 
design  of  follow-on  research  should  include  the  adminis- 
tration of  a diagnostic  pre-Burvey  to  determine  which  groups 
would  likely  benefit  most  from  goal  setting  (i.e. , those 
with  relatively  low  scores  of  MPS,  Job  characteristics, 
and  goal  related  measurements).  A goal  setting  intervention 
should  be  conducted  along  the  lines  of  a formal  MBO  program 
and  should  include  (1 ) the  establishment  of  higher  level 
goals,  (2)  the  development  of  subordinate  and  individual 
task  goals  and  action  plans,  (3)  the  intermediate  review  of 
goal  progress  and  follow-on  redefinition  of  objectives,  and 
(4)  the  final  review  of  goal  accomplishment. 


research  of  the  effects  of  goal  setting  on 
perceived  job  enrichment  would  greatly  enhance  managers* 
understanding  and  application  of  the  integrated  job  design 
model. 
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AFPEHDI2  A 

PEESUR  VET-POST  8UEVET  QTTESTIQHKAXBE 


JOB  ATT I TUOE  SURVEY 


This  questionnaire  Is  designed  to  assist  In  the  study  of  your  job  and 
show  how  it  affects  you.  The  survey  data  will  be  used  to  improve  your 
Job. 

The  questions  are  designed  to  measure  your  perceptions  of  your  job  and 
your  reactions  to  it.  Please  answer  each  item  as  honestly  and  frankly 
as  possible. 

Thank  you  for  your  cooperation  and  participation. 


Lt  Col  Denis  D.  Umstot,  PhD 
Assistant  Professor  _of  Management 
Air  Force  Institute "o?  Technology 
Wright-Patterson  AFB  OH  45433 


Major  William  E.  Rosenbach,  PhD 
Assistant  Professor  of  Behavioral  Sciences 
and  Leadership 

US  Air  Force  Academy  CO  80840 


USA?  SCN  77-133  (Expires  1 Aug  1978) 
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PRIVACY  ACT  STATEMENT 


In  accordance  with  paragraph  30,  AFR  12-35,  Air  Force  Privacy 
Act  Program,  the  following  Information  Is  provided  as  required 
by  the  Privacy  Act  of  1974. 

a.  This  survey  Information  Is  authorized  for  solicitation 
by  Federal  Statute  Title  10,  United  States  Code,  Section  8012, 
Executive  Order  9397,  22  Nov  43,  0001  1100.13,  17  Apr  68,  and 
AFR  178-9,  9 Oct  73. 

b.  The  principal  purpose  for  which  this  survey  will  be  used  Is 
to  measure  specific  motivational  aspects  of  your  work  In  an  effort 
to  allow  for  positive  charge  where  possible. 

c.  Routine  use  In  addition  to  the  above  will  Include  utilization 
of  this  data  In  the  conduct  of  Air  Force  research  In  the  area  of 
organizational  change. 

d.  The  analysis  of  this  questionnaire  will  be  done  at  the  Air 
Force  Academy.  Individual  questionnaires  wfll  not  be  available  Co 
anyone  In  your  organization.  Summaries  of  the  data  will  be  reported 
to  managers  of  your  organization  for  the  purpose  of  Improving  your 
job. 
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BIOGRAPHICAL  DATA 

All  Information  In  this  section  will  be  held  In  the  strictest  confidence; 
no  one  In  your  organization  will  have  access  to  Individual  responses. 


1.  To  be  able  to  effectively  measure  changes  In  people's  perceptions  of 
their  job,  It  Is  necessary  to  use  some  type  of  Identification.  The  last 
four  digits  of  the  Social  Security  Number  Is  a number  that  is  easy  to 
remember  yet  does  not  allow  Identification  of  an  Individual. 


LAST  FOUR  DIGITS  OF  SSAN 


2.  SEX:  Male  

3.  EDUCATION  (Check  highest  level): 

Grade  School 

Some  High  School 

High  School  Graduate 

4.  AGE  (Check  one): 

Under  20 


Female 


20-29 


5.  MARITAL  STATUS: 


Single 


Some  Business  School 
or  College 


College  Graduate 


_ 40-49 
_ 50-59 
_ 60  or  over 
Married  


6.  RANK/GRADE;  Military  Civilian 

7.  UNIT  WHERE  YOU  WORK  (Check,  one): 

Vehicle  Ops  Vehicle  Maintenance 

Sqd  Admin/Tng Reports  & Analysis 


Mobility  Ops 


8.  JOB  TITLE:  

9.  YEARS  IN  SERVICE  (Check  one): 

_ One  year  or  less 

One  to  four  years 

Four  to  sight  years 


Eight  to  twelve  years 
Twelve  to  sixteen  years 
Over  sixteen  years 


SECTION  ONE 


This  part  of  the  questionnaire  asks  you  to 
describe  your  job,  as  objectively  as  you  can. 

Please  do  not  use  this  part  of  the  questionnaire  to  show  how  much  you  like 
or  dislike~your  job.  Questions  about  that  will  come  later.  Instead,  try 
to  make  your  descriptions  as  accurate  and  as  objective  as  you  possibly  can. 


A sample  question  is  given  below. 


A.  To  what  extent  does  your  job  require  you  to  work  with  mechanical 
equipment? 

1 2 3 4 5 

Very  little;  Moderately 

the  job  requires 
almost  no  con- 
tact with  me- 
chanical equip- 
ment of  any  kind,. 

You  are  to  circle  the  number  which  is  the  most  accurate  description  of  your 
job. 

If,  for  example,  your  job  requires  you  to  work  with 
mechanical  equipment  a good  deal  of  the  time--but 
also  requires  some  paperwork--you  might  circle  the 
number  six,  as  was  done  in  the  example  above. 


If  you  do  not  understand  these  Instructions,  please  ask  for  assistance. 
If  you  do  understand  them,  turn  the  page  and  begin. 


"0" 


Very  much;  the 
job  requires  al- 
most constant  work 
with  mechanical 
equipment. 
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1.  To  what  extent  does  your  job  require  you  to  work  closely  with  other 
people  (either  "clients,"  or  people  in  related  jobs  in  your  own 
organization)? 


1 2- 

Very  little; 
dealing  wi th 
other  people 
is  not  at  all 
necessary  in 
the  job. 


4 5- 

Moderately ; 
some  dealing 
with  others 
is  necessary. 


Very  much;  deal ing 
with  other  people 
is  an  absolutely 
essential  and  crucial 
part  of  doing  the 
job. 
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How  much  autonomy  is  there  in  your  job?  That  is,  to  what  extent  does 
your  job  permit  you  to  decide  on  your  own  how  to  go  about  doing  the 
work? 


1 2- 

Very  little;  • 
the  job  gives 
me  almost  no 
personal  "say" 
about  how  and 
when  the  work 
is  done. 


4 5- 

Moderate  autonomy; 
many  things  are 
standardized  and 
not  under  my  con- 
trol , but  I can 
make  some  de- 
cisions about  the 
work. 


Very  much;  the  job 
gives  me  the  almost 
complete  respon- 
sibility for  deciding 
how  and  when  the 
work  is  done. 


3.  To  what  extent  coes  your  job  involve  doing  a “whole  and  identifiable 
piece  of  work?  That  is,  is  the  job  a complete  piece  of  worn  that 
has  an  obvious  beginning  and  end?  Or  is  it  only  a small  part  of  the 
overall  piece  of  work,  which  is  finished  by  other  oeople  or  by  auto- 
matic machines? 


1 2- 

My  job  Is  only 
a tiny  part  of 
the  overall 
piece  of  work; 
the  results  of 
my  activities 
cannot  be  seen 
In  the  final 
product  or 
service. 


-3 4— 5- 

My  job  is  a 
moderate-sized 
"chunk”  of  the 
overall  piece 
of  work;  my  own 
contribution  can 
be  seen  in  the  • 
final  outcome. 


My  job  involves  doing 
the  whole  piece  of 
work,  from  start  to 
finish;  the  resul ts 
of  my  activities  are 
easily  seen  in  the 
final  product  or 
service. 


4.  How  much  variety  Is  there  In  your  job?  That  Is,  to  what  extent  does 
the  Job  require  you  to  do  many  different  things  at  work,  using  a 
variety  of  your  skills  and  talents? 


1 2 

3-- 

4 

—5 

6- 

-.-—7 

Very  1 Ittle; 

Moderate 

Very  much;  the  job 

the  job  re- 

variety 

requires  me  to  do 

quires  me  to 

many  different 

do  the  same 

things,  using  a 

routine  things 

number  of  different 

over  and  over 

skills  and  talents. 

again. 

5.  In  general,  how  significant  or  Important  Is  your  job?  That  Is,  are 
the  results  of  your  work  likely  to  significantly  affect  the  lives 
or  well-being  of  other  people? 


1 2--—— 

—3 4 5 

6 7 

Not  very 

Moderately 

Highly  significant; 

significant; 

significant. 

the  outcomes  of  my 

the  outcomes 

work  can  affect 

of  my  work 

other  people  In  ver 

are  not  likely 
to  have  Im- 
portant effects 
on  other 
people. 

Important  ways. 

6.  To  what  extent  do  managers  or  co-workers  let  you  know  how  well  you 
are  doing  on  your  job? 


1 2 3 

Very  little; 
people  almost 
never  let  me 
know  how  well 
I am  doing. 


4 5— 

Moderately; 
sometimes  people 
may  give  me 
"feedback;"  other 
times  they  may  not. 


6 7 

Very  much;  managers 
or  co-workers  pro- 
vide me  with  almost 
constant  "feedback" 
about  how  well  I am 
doing. 


7.  To  what  extent  does  doing  the  job  itself  provide  you  with  information 
about  your  work  performance?  That  Is,  does  the  actual  work  Itself 
provide  clues  about  how  well  you  are  do1ng--as1de  from  any  "feedback" 
co-workers  or  supervisors  may  provide? 


1 2- -■ 

Very  little; 
the  job  1 tself 
is  set  up  so  I 
could  work  for- 
ever without 
finding  out  how 
wel 1 I am  do  ire. 


3 4 5 

Moderately; 
sometimes  doing 
the  Job  pro- 
vides "feedback" 
to  me;  sometimes 
it  does  not. 


6 7 

Very  much;  the  Job 
Is  set  up  so  that 
I get  almost  con- 
stant "feedback"  as 
l work  about  how  well 
I am  doing. 
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SECTION  TWO 


Listed  below  are  a number  of  statements  which  could  be  used  to  describe 
a job. 

You  are  to  indicate  whether  each  statement  is  an 
accurate  or  an  inaccurate  description  of  your  job. 

Once  again,  please  try  to  be  as  objective  as  you  can  in  deciding  how 
accurately  each  statement  describes  your  job--regardless  of  whether 
you  like  or  dislike  your  job. 


Write  a number  in  the  blank  beside  each  statement,  based  on  the  following 
scale: 

How  accurate  is  the  statement  in  describing  your  job? 

1 2 3 4 S 6 7 

Very  Mostly  Slightly  Uncertain  Slightly  Mostly  Very 

Inaccurate  Inaccurate  Inaccurate  Accurate  Accurate  Accurate 


1.  The  job  requires  me  to  use  a number  of  complex  or  high-level  skills. 

2.  The  job  requires  a lot  of  cooperative  work  with  other  people. 

3.  The  job  is  arranged  so  that  I do  not_  have  the  chance  to  do  an  entire 
piece  of  work  from  beginning  to  end. 

4.  Just  doing  the  work  required  by  the  job  provides  many  chances  for  me 
to  figure  out  how  well  I am  doing. 

5.  The  job  Is  quite  simple  and  repetitive. 

_ 6.  The  job  can  be  done  adequately  by  a person  working  alone--wi thout 
talking  or  checking  with  other  people. 

7.  The  supervisors  and  co-workers  on  this  job  almost  never  give  me  any 
"feedback"  about  how  well  I am  doing  in  my  work. 

8.  This  job  is  one  where  a lot  of  other  people  can  be  affected  by  how 
well  the  work  gets  done. 

9.  The  job  denies  me  any  chance  to  use  my  personal  initiative  or 
judgment  in  carrying  out  the  work. 

10.  Supervisors  often  let  me  know  how  well  they  think  I am  erforming 
the  job. 
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Write  a number  in  the  blank  beside  each  statement,  based  on  the  following 
scale: 


How  accurate  Is  the  statement  In  describing  your  job? 

1 2 3 4 5 6 7 

Very  Mostly  Slightly  Uncertain  Slightly  Mostly  Very 

Inaccurate  Inaccurate  Inaccurate  Accurate  Accurate  Accurate 

11.  The  job  provides  me  the  chance  to  completely  finish  the  pieces 

of  work  I begin. 

12.  The  job  Itself  provides  very  few  clues  about  whether  or  not  I am 

performing  well. 

13.  The  job  gives  me  considerable  opportunity  for  Independence  and 

freedom  in  hew  I do  the  work. 

14.  The  job  Itself  Is  not  very  significant  or  Important  In  the  broader 

scheme  of  things. 

15.  There  Is  good  rapport  between  superiors  and  the  subordinates  In 

this  organization. 

16.  I am  authorized  to  communicate  with  almost  anyone  In  the  entire 

organization. 

17.  My  immediate  supervisor  communicates  with  me  often. 

18.  For  most  situations  there  Is  an  appropriate  directive  or  regulation. 

19.  I am  encouraged  to  be  Innovative  In  the  performance  of  my  tasks. 

20.  My  supervisor  provides  me  with  adequate  information  to  perform  my 

job  in  the  best  manner. 

21.  Rewards  and  encouragement  outweigh  threats  and  criticism. 

22.  The  workinq  environment  Is  relaxed. 

23.  The  chain  of  command  is  strictly  enforced. 

24.  It  Is  hard  to  get  people  higher  up  in  this  organization  to  listen 

to  people  at  my  level. 

25.  I am  encouraged  to  say  what  I really  think. 

26.  Strict  obedience  of  orders  Is  Important  here. 

27.  The  methods  I use  to  do  my  job  are  specified  in  detail  by  my  super- 
visor or  by  directives  and  regulations. 
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SECTION  THREE 


r t 


Every  employee  produces  something  In  his  or  her  work.  It  may  be  a "product" 
or  It  may  be  a "service".  It  Is  sometimes  difficult,  however,  to  identify 
that  product  or  service.  Listed  below  are  some  of  the  products  or  services 
produced  at  your  unit. 

Vehicles  repaired 


Typed  pages 
Vehicles  dispatched 
Customers  served 
Crates  built 


Records  processed 
On-time  pickups 
Reports  prepared 
Records  processed 
Procedures  written 


These  are  just  a few  of  the  products  or  services  found  at  your  unit.  There 
are  others,  of  course.  We  would  like  you  to  think  carefully  of  the  things 
you  produce,  and  also  of  the  things  produced  by  those  people  who  work  with 
you  In  your  work  group  (l.e.,  everyone  who  works  for  your  boss). 


There  is  a scale  provided  for  each  question.  Select  the  response  number  (1 
thru  5)  that  most  accurately  reflects  the  production  In  your  work  group. 

1.  Thinking  now  of  the  various  things  produced  by  the  people  you  know  in 
your  work  group,  how  much  are  they  producing? 

1— 2 3 4 —5 

It  is  very  It  is  fairly  It  Is  neither  It  Is  fairly  Their  production 

low  low  high  or  low  high  Is  very  high 

2.  How  good  would  you  say  Is  the  qua! 1 ty  of  the  products  or  services  produced 
by  the  people  you  know  in  your  work  group? 

1 2 3 4 5 

The  quality  The  quality  is  The  quality  The  quality  The  quality 

is  poor  not  too  good  Is  fair  Is  good  Is  excellent 

3.  Do  the  people  in  your  work  group  seem  to  get  maximum  output  from  the 
resources  (money,  people,  equipment,  etc.)  they  have  available?  That  is, 
how  efficiently  do  they  work? 


1 2-- 

They  do  not  Not  too 

work  effi-  efficient 

ci  er.tly 


3 

Fairly 

efficient 


4 5 

They  are  They  are 

very  efficient  extremely 

efficient 
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SECTION  FOUR 


I 

Now  please  Indicate  how  you  personally  feel  about  your  job. 

Each  of  the  statements  below  Is  something  that  a person  might  say  about  his 
or  her  job.  You  are  to  Indicate  your  own,  personal  feelings  about  your  Job 
by  marking  how  much  you  agree  with  each  of  the  statements. 


Once  again,  write  a number  In  the  blank  for  each  statement,  based 
on  this  scale: 

How  much  do  you  agree  with  the  statement? 

1 2 3 4 5 6 7 

Oisagree  Olsagree  Disagree  Neutral  Agree  Agree  Agree 
Strongly  Slightly  Slightly  Strongly 


1.  In  this  organization  people  are  rewarded  In  proportion  to  the 
excellence  of  their  performance. 

2.  Generally  speaking,  I am  very  satisfied  with  this  job. 

_3.  There  Is  a great  deal  of  criticism  In  this  organization. 


4.  I frequently  think  of  quitting  this  job  or  asking  for  a transfer. 

5.  There  are  not  enough  rewards  or  recognition  given  In  this 
organization  for  doing  good  work. 

_6.  I am  generally  satisfied  with  the  kind  of  work  I do  In  this  job. 
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SECTION  FIVE 


Now  please  indicate  how  satisfied  you  are  with  each  aspect  of  your 
job  listed  below.  Once  again,  write  the  appropriate  number  in  the 
blank  beside  each  statement. 


How  satisfied 

1 are  you  with  this 

aspect  of  your 

job? 

1 

2 

3 4 

5 

6 

7 

Extremely 

Dissatis- 

fied 

Dissatisfied 

Slightly  Neutral 
Olssatis- 
fied 

Slightly 

Satisfied 

Satisfied 

Extremely 

Satisfied 

_1.  The  amount  of  job  security  I have. 

_2.  The  amount  of  pay  and  fringe  benefits  I receive. 

_3.  The  amount  of  personal  growth  and  development  I get  in  doing  my  job. 

_*.  The  people  I talk  to  and  work  with  on. my  job. 

_5.  The  degree  of  respect  and  fair  treatment  I receive  from  my  boss. 

_6.  The  feeling  of  worthwhile  accomplishment  I get  from  doing  my  job. 

_7.  The  chance  to  get  to  know  other  people  while  or.  the  job. 

_8.  The  amount  of  support  and  guidance  I receive  from  my  supervisor. 

_9.  The  degree  to  which  I am  fairly  paid  for  what  I contribute  to  this 
organization. 

10.  The  amount  of  Independent  thought  and  action  I can  exercise  in  my  job. 

11.  How  secure  things  look  for  me  In  the  future  in  this  organization. 

12.  The  chance  to  help  other  people  while  at  work. 

13:  The  amount  of  challenge  in  my  job. 

14.  The  overall  quality  of  the  supervision  I have  received  in  my  work. 
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SECTION  SIX 


Listed  below  are  a number  of  characteristics  which  could  be 
present  on  any  Job.  People  differ  about  how  much  they  would 
like  to  have  each  one  present  In  their  own  jobs.  We  are  In- 
terested In  learning  how  much  you  personally  would  like  to  have 
each  one  present  In  your  job. 


Using  the  scale  below,  please  Indicate  the  degree  to  which  you 
would  like  to  have  each  characteristic  present  In  your  job. 

NOTE:  The  numbers  on  this  scale  are  different  from  those  used  In 
previous  scales. 


4 5- 

Would  like 
having  this 
only  a 
moderate 
amount  (or 
less) 


Would  like 
having  this 
very  much 


10 

Would  like 
having  this 
extremel y 
much 


_1.  A high  degree  of  job  security. 

2.  Opportunities  for  personal  growth  and  development  on  the  Job. 
_3.  Fairly  difficult  and  challenging  work  assignments. 

_4.  Working  as  a member  of  a group  rather  than  by  myself. 

_5.  Very  high  pay. 


_6.  Chances  to  exercise  Independent  thought  and  action  In  my  job. 


7.  A low-risk  Job  where  I do  not  have  to  stick  my  neck  out  to  get 
ahead. 

JB.  Opportunities  to  socialize  with  my  co-workers. 


_9.  Stimulating  and  challenging  work. 


_10.  Working  alone  on  the  Job  Instead  of  with  a group  of  people. 
Jl.  A great  deal  of  responsibility. 

12.  Generous  retirement  benefits. 
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Using  the  scale  below,  please  Indicate  the  degree  to  which 
you  would  like  to  have  each  characteristic  present  in  your  job. 


NOTE:  The  numbers  on  this  scale  are  different  from  those  used 
in  previous  scales. 


4 5 

Would  like 
having  this 
only  a 
moderate 


6 7 8 9 10 

Would  like  Would  like 

having  this  having  this 

very  much  extremely 

much 


13.  Opportunities  to  be  creative  and  imaginative  in  my  work. 

14.  Working  in  an  open  area  where  I can  see  and  talk  to  my  associates 
or  co-workers. 

_15.  A sense  of  worthwhile  accomplishment  in  my  work. 

16.  A dangerous  job. 

17.  Opportunities  to  learn  new  things  from  my  work. 

18.  Chances  to  work  together  with  others  in  carrying  out  the  job. 


A 


SECTION  SEVEN 


For  the  following  questions  choose  the  response  that  best  re- 
flects your  feeling  about  your  job.  Circle  the  number  that  most 
accurately  reflects  your  feelings. 


1 . Which  one  of  the  following  shows  how  much  of  the^  time  you  feel 
satisfied  with  your  job? 

1.  All  the  time. 

2.  Most  of  the  time. 

3.  A good  deal  of  the  time. 

A.  About  half  of  the  time. 

5.  Occasionally. 

6.  Seldom. 

7.  Never. 

2.  Choose  the  one  of  the  following  statements  which  best  tells  how  well 
you  like  your  Job. 

1 . I hate  It. 

Z.  I dislike  It. 

3.  I don't  like  It. 

4- .  I am  Indifferent  to  It. 

5.  I like  It. 

6.  I am  enthusiastic  about  It. 

7.  1 love  It. 

3.  Which  one  of  the  following  best  tells  how  you  feel  about  changing  your 
job? 

1.  I would  quit  this  Job  at  once  If  I could. 

Z.  I would  take  almost  any  other  job  In  which  I could  earn  as  much  as 

I am  earning  now. 

3.  I would  like  to  change  both  my  job  and  my  occupation. 

4.  I would  like  to  exchange  my  present  job  for  another  one. 

5.  I am  not  eager  to  change  my  job,  but  I would  do  so  If  I could  get 
a better  job. 

I cannot  think  of  any  jobs  for  which  I would  exchange. 

7.  I would  not'  exchange  my  job  for  any  other. 

4.  Which  one  of  the  following  shows  how  you  think  you  compare  with  other 
people? 

V.  No  one  likes  his  Job  better  than  I like  mine. 

2‘.  1 like  my  job  much  better  than  most  people  like  theirs. 

3.  I like  my  job  better  than  most  people  like  theirs. 

A.  I like  my  job  about  as  well  as  most  people  like  theirs. 

5- .  I dislike  T.y  job  mere  than  most  people  disklike  theirs. 

6.  I dislike  my  jcb  much  more  than  most  people  dislike  theirs. 

7.  No  one  dislikes  his  Jco  more  than  I dislike  mine. 


6 > I 
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SECTION  EIGHT 


Listed  below  are  a number  of  statements  which  could  be  used  to 
describe  your  job. 

You  are  to  indicate  whether  each  statement  is  an 
accurate  or  an  inaccurate  description  of  your  job. 

Once  again,  please  try  to  be  as  objective  as  you  can  in  deciding 
how  accurately  each  statement  describes  your  job  --  regardless  of 
whether  you  like  or  dislike  your  job. 


1 2 3 4 5 6 7 

Very  Mostly  Slightly  Uncertain  Slightly  Mostly  Very 

Inaccurate  Inaccurate  Inaccurate  Accurate  Accurate  Accurate 


.1 . I am  allowed  a high  degree  of  influence  in  the  determination  of  my 
work  objectives  or  standards. 


_2.  1 do  not  have  too  much  difficulty  in  reaching  my  work  standards; 

They  are  fairly  easy. 

_3.  I receive  a considerable  amount  of  feedback  concerning  the  amount 
of  work  I do. 

_4.  I accept  the  work  standards  or  goals  for  my  job. 

_5.  My  work  standards  are  very  clear  and  specific;  I know  exactly  what 
is  expected  of  me. 

_6.  My  work  standards  will  require  a great  deal  of  effort  from  me  to 
complete  them. 

_7.  I really  have  little  voice  in  formulation  of  my  work  standards. 

_8:  I am  provided  with  a great  deal  of  feedback  and  guidance  on  the 
qual 1 ty  of  my  work. 

_9.  I accept  the  specific  goals  or  standards  set  for  my  job. 

10.  My  work  standards  are  unclear. 
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Writs  a number  in  the  blank  beside. each  statement,  based  on  the  following 
scale: 


A 


How  accurate  Is  the  statement  In  describing  your  job? 


1 2 3 4 5 6 7 

Very  Mostly  Slightly  Uncertain  Slightly  Mostly  Very 

Inaccurate  Inaccurate  Inaccurate  Accurate  Accurate  Accurate 


11.  It  will  take  a high  degree  of  skill  and  know-how  on  my  part  to 
fully  attain  my  work  standards. 

12.  My  boss  seldom  lets  me  know  how  well  I am  meeting  my  work 
objectives. 

13.  I always  try  to  meet  the  goals  or  work  standards  established  for 
my  job. 

J4.  I understand  fully  which  of  my  work  standards  or  objectives  are 
more  Important  than  others;  I have  a clear  sense  of  priorities 
on  these  goals. 

15.  My  work  objectives  are  quite  difficult  to  attain. 

16.  My  supervisor  usually  asks  for  my  opinions  and  thoughts  when 
determining  my  work  objectives  or  standards. 


SECTION  NINE 


Listed  below  are  a number  of  statements  which  could  be  used  to  describe 
a Job. 

* If  a statement  describes  your  job  place  a "Y"  beside  that  item. 

* If  a statement  does  not  describe  your  job  place  a "N"  beside  that  item. 

* If  you  cannot  decide  if  a statement  describes  your  job  place  a "?" 
beside  that  item. 


Fascinating 

Routine 

Satisfying 

Boring 

Good 

Creative 

Respected 

Hot 

Pleasant 

Useful 

Tiresome 

Healthful 

Challenging 

On  your  feet 

Frustrating 

Simpl e 

Endless 

Gives  sense  of  accomplishment 
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